Abstract
Introduction
The market as a barometer of success, causes the fight to keep it and it is narrowing the space for unprofessionalism, incompetence and poor quality. Due to the need to achieve the ultimate progressive criteria was created specifically organized study and dealing with the phenomenon of the organizational culture.
Organizational culture is an essential part of any organization, and can most simply be defined as the set of values, beliefs, assumptions, and the norms of behavior which are manifested through the symbols, thereby directing thought and behavior of the members. 4 Its impact on the working atmosphere, the efficiency of the employees, their desire, competence, efficiency, sense of loyalty to the company/institution and the like, is crucial for the success and productivity of the business. Torrington and associates 5 point out that the culture of an organization is characteristic spirit and belief of its members, and is reflected in the common norms of behavior and values.
The interconnections between the two cultures, national and organizational, have an impact on organizational behavior, and thereby on the business performance. So, if we bring out the best features from the compound of these two cultures, it can act positively on the behavior of the organization, as well as its business results. The culture of an organization forms national characteristics of its employees, personality and ideas of the dominant leaders, if any, and the nature of the industry that the corporation belongs to. In modern times, the closer said, in the first and second decade of the 21st century, companies are increasingly turning to new creations of culture by the employees in the company, and less to the concept that involves preaching or actually imposed codes by top management.
Organizational culture influences employee attitudes and morals, and through it and their work performance. A prerequisite of successful organizational culture is the existence of good organizational climate, which is a reflection of the current situation in which is the organizational culture and 37
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is the working atmosphere and mood in the company. The climate is certainly one of the basic and main indicators of organizational culture of the institution / company because through it are reflected the characteristics of internal relations within the collective. Unlike the culture that is common to the whole organization, the climate may vary from sector to sector, from an employee to the employee, since their properties and understanding vary and in a different way are identified with the ruling culture. It is very important that management deliberately and continuously works on creating the desired organizational culture that allows maximum efficiency of the company. Environment in which will come to an increase in efficiency and productivity is generated by the active participation of their holders and not by the messages proclaimed.
Prior to display and analysis of the data we obtained with the empirical research, we will mention the most important authors and theoreticians from the organizational culture which particularly contributed to its emergence and development, and then suggest a mechanism of influence, control applications, and in general the formation of the correct type of organizational culture that will ultimately contribute to increasing the productivity and effectiveness of the companies / institutions on the territory of the Republic of Srpska and Serbia.
Literature review

The importance of organizational culture
The term organizational culture originated in the United States, and then quickly spread to the rest of the world. Today organizational culture and all that it implies is the basis for progress and prosperity of any company or organization. Organizational culture implies "the system of the values, beliefs and practices that determines the organizational behavior and direct all the activities of the individuals and groups that make them"
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. There is a generally accepted rule that for the successful work and progress of enterprises is very important, or even essential, the good organizational culture, or, as many call it -Corporate Culture.
Metaphors and symbols, stories and myths, rites or rituals, norms and rules of the game, the philosophy of the organization (paragraphs and certif-38 Sociological discourse, year 6, number 12 / December 2016 35-57 icates), the declared or not declared values, as well as deepest beliefs of members of the organization represent the elements of the organizational culture. Neither of these elements alone does not represent the organizational culture, but all together reflect the concept of the organizational culture. These elements are not something that is given to the organization, but what the organization actually is.
7
Development of the concept of the organizational culture begins in the early years of the twentieth century after Henry Fayol 8 elaborated the principle of the organization and emphasized the role of management as one of the most important activities of the company. More significant understanding of the concept of the organizational culture in science started in 1982, by the publication of the famous book by Peters and Waterman "In search of excellence. " These authors were the first to point out the organizational culture as one of the most important factors for the success of the company.
9 Later, the interest for the phenomenon of the organizational culture has sharply increased, almost in all developed countries. There are a number of definitions, which are carried out with the aim of better and more comprehensive conceptual definition of the organizational culture, and some of them are:
Organizational culture is a system of shared values, the value orientations, beliefs and practices within the organization, and that in this way mutually affect the structure of the organization and direct its behavior, but also determine the norms of behavior within an organization. Organizational culture is not a static entity, as it changes over time. However, because of their specific nature the organizational culture has a great impact on all the internal changes in the organization, especially those that involve its change. To make these changes, and their impact on the organization understandable, many researchers have developed models that describe and explain the main structural and functional changes in the organizational culture.
12 In this regard it is important to point out that in the literature there are more "typologies of the organizational culture", but the most common is the classification that basically gave Roger Harrison and later modified and perfected Handy that to any type he assigned the corresponding symbol and the Greek deity which with properties best illustrates the characteristics of each type of culture. Handy put forward the view of the close connection between organizational structure and organizational culture. In his work, Gods Of Management 13 he distinguishes four types of culture: the culture of power, the culture of roles, the culture of tasks and the culture of support.
Culture of power is oriented towards leader and is extending from the center like a spider web. This culture represents the autocratic management or paternalism. It is characterized by a small number of rules or the absence of the rules and personal control of the leaders, personal supervision. The source of power is the charisma of leaders or resource control. It is represented the intensive and informal communication. The advantages of culture of power are reflected in the rapid response and flexibility. The disadvantage is the risk of incompetence of the leader, and as a common problem, there is incompetence of the center line of managers.
The culture of roles represents the delegated authority within the hierarchical structure. The roles are clearly defined, the processes and procedures are clearly defined, standards have been established and the hierarchy is obvious. It is ruled by logic, reason, rationality and depersonalization, a source of power is the position in the hierarchy. Security, stability and formalization are distinctive, the culture is bureaucratic, and the advantage of this culture is reflected precisely in the efficiency and reliability because of the business methods, and for the same reason, the biggest drawback may represent the containment and inertia. Sociological discourse, year 6, number 12 / December 2016 35-57 The culture of tasks gives good results in solving the practical problems and is designed as such. It is oriented towards work and duty, and the source of power is expertise. It is a culture of success and is characterized by teamwork and competition. The advantages of this culture are initiative, flexibility, efficiency and creativity, and defects that may occur are the laxity, and competition among the employees that can grow to unloyal and unhealthy.
The culture of support is a culture in which individual goals dominate over the goals of the organization. The survival of such organizations is difficult because the ideal is individual autonomy, and the objectives are achieved by teamwork. There are a few rules and procedures, and a source of power is expertise. The advantage of this culture represents freedom and creativity, but the lack is a waste of obligations and the possibility of the disintegration of the organization itself.
If we above mentioned Hendy's types of culture observed through the prism of concrete manifestations in practice, then we colud concretize the four types of culture that can be found in the daily operations of the companies in our area: the culture of power, where the leader of the company is undisputed; the culture of roles, where is all standardized, and the roles are divided clearly; the culture of tasks, where all the activities are dedicated and subordinated to the execution of the task and the culture of support, where there is an absolute focus on the individual and his interests. In the empirical part of this work we start precisely from this classification, in order to perform comparisons of types of organizational culture in enterprises in the Republic of Srpska and Serbia.
The influence of national culture on the organizational culture
In order to understand how it operates, as well as the historical context of the organizational culture it is necessary to deal with the phenomenon of the national culture with which it is closely related to.
In this sense, among the authors who have dealt with this influence stands out Hofstede 14 who calls the culture the "software of the mind" that distinguishes the members of one organization from the members of the other. Hofstede has created a four-dimensional model on the basis of which it was possible to track the differences between national cultures. Each national culture according to this model can be identified by four dimensions: the distance of power, the relationship with the uncertainty, collectivity opposite
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The impact of organizational culture on business operations in the Republic of Srpska and Serbia the individuality and male versus female values. The power distance indicates the extent to which is expected the difference in the levels of power. High distance indicates that there are expectations that individuals have a certain level of power over others. Low distance indicates a belief that all people in a collective should have an equal distribution of power. Uncertainty avoidance indicates the extent to which society accepts uncertainty and risk. Individualism or Collectivism means that in a highly individualistic culture is expected for individuals to be concerned about their own interests and possibly the closest members of their family, as opposed to highly collectivist culture characterized by preferences in relation to the support of the group to which the individual belongs in exchange for unquestioning loyalty to the group. Alternative male or female cultures indicate the culture based on the traditional male or female values. For example, the male culture includes competitiveness, ambition, accumulation of money and material things, and female culture is focused on interpersonal relationships. Ewoh explores some of the challenges faced by managers in managing and valuing diversity in the 21st century: employers need to manage in an innovative way of evaluating the possibility of transforming the existing culture in the European-American male culture in the most organizations, among other things, promoting multiculturalism and in that way taking care of all employees. Employees today are trying to protect and nurture their ethnic and cultural heritage which causes a feeling of respect and support of all members of the working group / sector. This kind of diversity, in fact, deals with the question of how society wants for an organization to look like. The current economic and demographic changes require strong organization to implement workforce diversity: it leaves a good impression of the business and ensures the survival of the organization as a legal entity and business entity.
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What is particularly interesting for our region (Serbia and Republic of Srpska) is that the role of culture is conditioned by the management of differences. Thus, for example, accepting that men and women work for the same company and that they are really given the same powers and the same rewards and that this works and that it is not a rhetorical, not a declarative, creates an environment that leads to progress. If the environment is positive, it is a vital and much more important than promoting the fulfillment of legal obligations. To use differences in a proper way and all the peculiarities of the two poles composite as complementary may be beneficial for the entire organization. Yet the differences between men and women can not be generalized. Women still represent the majority of employees in education, as well as Sociological discourse, year 6, number 12 / December 2016 35-57 in health care. However, this is not so when it comes to a leadership positions, in which it is still, more frequently encountered men than women. 16 Ultimately, everyone is an individual for himself, regardless of the age or gender. What analysts are trying to prove is that there are some general principles that are present in one half, and less pronounced in the second. Although the gender gap is only one of the differences which must be managed and which must be analyzed in order for everyone to be given equal opportunities, and is thus immanent and need to get these two approaches constantly updated, to be strategically integrated into every aspect of what the organization or enterprise is engaged in.
According to Hofstede-culture is revealed by the symbols, heroes, rituals, values. He suggests that different national cultures influence different management practices, values, expectations, and behavior management. In addition, the national culture is an important factor which determines the profile of the individual values, but also the values and organizational culture of companies that operate within it, and has a significant effect on the organizational culture.
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What is particularly important for the area of Rebulic of Srpska and Serbia (areas where was carried out the empirical research) is the view that is presented by Pasa, Kabasakal and Bodur 18 which state that the differences between developed countries and developing countries is also important. According to these authors, developing countries are located in East and West Africa, Central and Latin America, the Middle East, in some parts of Eastern Europe and have certain common characteristics that vary in intensity. They point out that these are the following characteristics: underdeveloped infrastructure, abundance of unskilled labor, low level of technological development, political instability, rigid social structures, gender differences and a strong religious influence. In addition, the characteristic is a low level of individualism, high uncertainty avoidance, low male values, high power distance and associative thinking. The meeting of individuals from different cultures often results in stress which can degenerate into conflict.
Authors like Feichtinger and Fink argue that cultural and similar processes in transitional countries with a communist legacy, result in the collective cultural shock. These authors have formulated the theory of collective culture 16 Macuh, Bojan, "Using high-quality educational principles for the implementation of new skills", Sociological discourse, Year V, Number 10, 2015. p. shock and built it on the anthropological knowledge and cultural studies. In countries in transition, the cultural shock is the product of a complex economy, social and political forces, which is why Fink and Holden this phenomenon consider as an important conceptual tool manager responsible for international strategy in transition countries. Alas and Wadi considere that in transition countries transfer of knowledge of market economy is very slow because of the institutional and cultural tensions and conflict. Their results suggest that it is easier to change the technology and change the legal and political structures than to change cultural practices embedded in the countries in transition. 19 When speaking of representation of the cultural shock in the context of this study, it is important to emphasize that the former Yugoslavia (hence Serbia and RS in today's composition BiH) had a specific system of workers' self-management who possessed certain characteristics of participatory management and due to the presence of elements of Western market economy was significantly different from the economy of the Soviet communist bloc. Perhaps, that is why the introduction of cultural values characteristic for the western market economies in this region did not cause such a high level of cultural shock, as was the case in many countries of the former communist bloc.
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In order to be able to understand managers, leaders and their employees, we must bear in mind that their behavior arises as a result of the impact of their social and cultural heritage. Special attention should be paid to the perception of the members of a society as consumers, their moral values and norms, as well as religious issues.
Organizational climate
Organizational climate is changeable character of working environment that is based on a collective perception of employees who live and work in that environment and that affects their motivation and behavior. Organizational climate, as one of the variables of the organizational culture, is the working atmosphere and working environment prevailing model, which, in fact, reflects the characteristics of the organizational culture.
Gregopoulos defines organizational climate as the normative structure of attitudes and behavioral norms, which provide the basis for the interpretation 44 Sociological discourse, year 6, number 12 / December 2016 35-57 of the situation and the effect on the pressure source for directing activities.
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The organizational climate is shaped by the leadership through personnel policy, remuneration and leadership style. It can be changed by changing policies and by changing the organizational structure. If we want to achieve more production characteristics, then management must change the policy of distribution and remuneration. If we want to achieve greater employee satisfaction then it needs to be changed the personnel policy. Finally, if it is to change the characteristics of the organization than you need to change the policy and the organizational structure.
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The success of an organization and positive climate depends on the safety of employees, organization, reward system, method and style of leadership and interpersonal relations in the organization. Organizational climate is linked to employee satisfaction, and refers to the good running of the organization. The leaders or managers have to achieve consistency between the actual situation and ways of managing the organization. Leaders must be willing and able to adapt their leadership style in accordance with the features of the employees, as well as the nature of their business in order to encourage a positive climate in the organization. The leaders must be able to adapt their leadership style to the type of organization or company. Organizational climate is a very important factor in organizational behavior and organizational culture. It is one of the leading indicators of organizational culture of the company. Organizational culture influences the behavior of employees by forming their feelings, their attitude to work, attitude towards managers, towards colleagues and the organization as a whole. Organizational climate is formed as a variable derived from its culture.
When we talk about the dimensions of the organizational climate, researchers like Litwin and Stringer have designed a questionnaire by which to measure the organizational climate in which we recognize nine dimensions: organizational structure, individual responsibility, warmth, support, reward, punishment, conflict, standard and identity. The structure implies a sense of employees that they are closed in their group; Responsibility is a feeling that the employees are their 'own boss'; Reward is the feeling that the employee is rewarded for a job well done; Risk implies a sense of challenge in the work of the organization; warmth is a sense of community, which dominates the atmosphere of the working group; Support includes the perception of em- ployees that managers and other employees in their group / sector are ready to help; the standard is the perception of importance of implicit and explicit goals and objectives; Conflict represents the feeling that managers and other employees want to hear different opinions and identity is a feeling that employees belong to the enterprise / institution and that they are a valuable member of the working team.
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Power of climate refers to the high commitment to the common perception of employees. Strong organizational climate is characterized by the established rules, control of the behavior of employees and managers, stable and strong resistance against external influences. In such situations the expectations of all members of the organization / company are high and clearly defined, and there is a high level of understanding among employees, respecting the norms, attitudes and desirable behavior. 
The Methodological Approach
The subject of research, hypothesis and objective
The subject of this study, we set up as a question: How much and how organizational culture influences the productivity of business operations, organizational climate, and the behavior of managers in the studied companies in Serbia and the Republic of Srpska?
Operationalization of the research subject involves the following three questions:
• What type of the organizational culture dominates in enterprises in which will be conducted the research? • How are the subjects of organizational culture in Serbia and the Republic of Srpska willing to accept and implement innovations that are sold in accordance with the dynamics of development of the organizational culture? The subject of the research will be carried out through a group of the following hypothesis:
H1: The appropriate type of the organizational culture influences better productivity and more efficient business operations.
H2: National culture has a significant influence on the formation of the organizational culture.
H3: Organizational culture affects the interpersonal relationships of employees.
H4: The power of the organizational culture among employees depends on the level of income.
H5: The level of development of the organizational culture is higher in enterprises in Serbia than in the Republic of Srpska.
The main objective of this research is to highlight the importance of the phenomenon of the organizational culture for successful business of enterprises/companies. Businesses, as subjects of the organizational culture must adapt to the demands of the domestic market as well as the environment ie. In order to secure their existence and progress they have to work on the establishment and improvement of the appropriate types of the organizational culture.
Characteristics of the sample
The choice of methods and techniques of research is aligned with the subject of the research which was conducted on a sample of 150 respondents in both countries, that was achieved by partially targeted selection. As the sample in the work were used several public and private companies in the ownership structure in the Republic of Srpska and Serbia, which served as a case study. Keeping this fact in mind, we can say that the research was conducted at the micro sample. In doing so, we observed interpersonal relationships, motivation, method and success of the business, hierarchical order of the companies, organizational structure and other elements of the organizational culture. Using the method of comparison, we will make a parallel between the companies in the Republic of Srpska and Serbia, and using other research methods, we want to prove other statements from which we started in this work.
When we talk about interrogation techniques it was used the questionnaire, which in addition to questions on socio-demographic structure contained questions and rating scales in connection with the impression of staff in the period from October to December of 2015, also on a sample of 150 respondents (in order to be able to make a relevant comparison). The study included both genders, of which: in the Republic of Srpska -49.3% men and 50.7% women, ages from 25 (or younger) to 65 years; Serbia-52.8% men and 47.2% women. The subjects of these samples were divided into 5 age groups as it will be shown later in this paper. In addition to these data as important, we have taken and the level of education, professional orientation of the respondents, the position they hold in the company, work experience, the ownership structure of enterprises and activity with which companies are dealing with.
The selection of respondents from the main set was chosen by partially targeted sample in both countries because the study should include individuals working in enterprises / companies of public and private ownership structure. Respondents were slightly more than 70% members of companies with managerial structures. Processing and analysis of the data was performed using SPSS program for statistical data.
Analysis of the survey results
Bearing in mind that the company as such, on the one hand and employees on the other, are the main subjects of the organizational culture, it is important to once again mention that the research was carried out in public and private companies involving employees of both genders who were divided into five age groups of which in the Republic of Srpska were: 49.3% men and 50.2% women:: The level of education of the respondents included in this study was as follows: Table 1   Table 2 When comparing these socio-demographic data it is evident that there are no some significant differences in the samples, if from the data on the age structure of employees we exclude the category of the from 46-55 years old, the data show that there is a significantly higher percentage of employees of Table 1   Table 2 When comparing these socio-demographic data it is evident that there are no some significant differences in the samples, if from the data on the age structure of employees we exclude the category of the from 46-55 years old, the data show that there is a significantly higher percentage To ensure the representative reliability, the samples which were used for research consisted of employees who perform different functions in the company / institution, as you will see in the following tables. Table 3 Tabela 4
When we talk about the professional orientation, that is the occupation of the surveyed, from the offered answers in the Republic of Srpska the prevailing type of interest is Economics (43.3%), then 26% belongs to the lances of technical field, while the rest belongs to other educational profiles. Subjects in Serbia have a lot of similar situation where it is also the most frequent occupation Economics 45.2% and 21.8% belongs to the technical fields while the rest of the subjects have a variety of interests (lawyers, managers, environmentalists). When we talk about the professional orientation, that is the occupation of the surveyed, from the offered answers in the Republic of Srpska the prevailing type of interest is Economics (43.3%), then 26% belongs to the lances of technical field, while the rest belongs to other educational profiles. Subjects in Serbia have a lot of similar situation where it is also the most frequent occupation Economics 45.2% and 21.8% belongs to the technical fields while the rest of the subjects have a variety of interests (lawyers, managers, environmentalists).
The ownership structure of the company / institution in which the survey was conducted was divided into public and private. In public companies in the Republic of Srpska is employed 44%, while in private enterprises is employed 56% of total respondents. In Serbia, in the public sector is emploed 47% of respondents, and 53% in private sector. Activities with which are dealing companies in which the survey was conducted, and which are the most common in our sample in both countries are: realization of services, manufacturing and financial institutions / Table 3 Tabela 4 When we talk about the professional orientation, that is the occupation of the surveyed, from the offered answers in the Republic of Srpska the prevailing type of interest is Economics (43.3%), then 26% belongs to the lances of technical field, while the rest belongs to other educational profiles. Subjects in Serbia have a lot of similar situation where it is also the most frequent occupation Economics 45.2% and 21.8% belongs to the technical fields while the rest of the subjects have a variety of interests (lawyers, managers, environmentalists).
The ownership structure of the company / institution in which the survey was conducted was divided into public and private. In public companies in the Republic of Srpska is employed 44%, while in private enterprises is employed 56% of total respondents. In Serbia, in the public sector is emploed 47% of respondents, and 53% in private sector. Activities with which are dealing companies in which the survey was conducted, and which are the most common in our sample in both countries are: realization of services, manufacturing and financial institutions / banks. The least represented activities are: information technology, trade and engineering / The ownership structure of the company / institution in which the survey was conducted was divided into public and private. In public companies in the Republic of Srpska is employed 44%, while in private enterprises is employed 56% of total respondents. In Serbia, in the public sector is emploed 47% of respondents, and 53% in private sector. Activities with which are dealing companies in which the survey was conducted, and which are the most common in our sample in both countries are: realization of services, manufacturing and financial institutions / banks. The least represented activities are: information technology, trade and engineering / design.
Types of organizational culture in Serbia and the Republic of Srpska
In explaining the phenomenon of the organizational culture at the beginning of this work, we have listed Hendy's classification of the types of the organizational culture. This model of classification we applied to two types of enterprises, by ownership structure (public and private) in Serbia and Republic of Srpska designated as Companies 1 (public domain), and Companies 2 (Private Property). It should be noted that these companies are engaged in different activities, such as: production and realization of services (Company 1) and financial institutions / bank (Company 2).
Republic of Srpska
Research results in the Company 1 (public companies) have shown that in their organization is represented the culture of the task. It is about the type of culture in which the influence of individuals is based on expert power instead of position or personal power. This culture is flexible, and highly appreciates teamwork. This type of culture emphasizes talent and youth, and team problem solving and consultation. Culture of tasks rests on the assumption that organization exist in order to solve tasks. Emphasis is placed on results and performance of the work. Our respondents indicated that employees in this type of organization value that according to their ability to contribute to a better performance of the task, and not according to the hierarchical position. They also found that the characteristics of the enterprise / company, which is represented by this type of culture are flexibility, initiative, creativity, entrepreneurship and orientation on success and results. It should be noted that the lack of this type of the organizational culture is that it largely depends on the quality of individuals.
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In the companies 2 (private property), the results are somewhat different. According to the statements of the respondents, in their organization is prevalent the culture of roles. We said that this type of culture is the one in which work is controlled by procedures and rules, and its own role or job description are far more important than the people who carry them. Power is connected to the position, and not with people. Operation is controlled by procedures and rules, and it can be said that this type of culture is depersonalized. Respondents emphasized that their roles are clearly defined by procedures and of a precise description of the role. They confirmed that the power in the organization stems from the hierarchical positions, but also, though to a small extent, it depends on the expert knowledge. Given that it is a privately owned company, these results were expected.
We will illustrate previous results with several characteristic attitudes. We note that we have taken the average responses of both types of companies. Question: In my company (institution) task gives the one that is determined by dividing the work to give the task as the most common answer was chosen by 84% of respondents, Which reflects the role of culture. Statement: Working at my company (institution) is done for, had several variations selected by respondents. It is carried out because of the desire for reward or fear of punishment (18%); out of respect for work commitments and loyalty to the company (71.3%); for pleasure when the job is successful (69.3%) due to satisfaction with work (41.3%). In analyzing the responses to this question we came to the conclusion that the culture of roles and tasks are about equally represented, with a portion of those surveyed who opted for a culture of support, with the claim for the pleasure of the work itself, which was a rare case. The view that the purpose of the competition in my company is to achieve the advancement in the company was also chosen by 80% of respondents, which, again, is the culture of roles. The least represented is the culture of support expressed by the claim: the purpose of competition in my company is to draw attention to their own desires and needs (14.6%). The claim: Conflicts in my company (institution) are resolved through discussion on the requirements of jobs and tasks (64%) reveals that, on average, is the culture of tasks.
Serbia
In Companies 1 engaged in the production or implementation services in this case, the respondents showed that the culture of roles is represented. Also, in the Companies 2 predominant is the culture of roles. This means that the public companies in Serbia work and behavior of employees (mostly Sociological discourse, year 6, number 12 / December 2016 35-57 managers) is specified by clear and precise procedures and hierarchy of positions. Here we will illustrate the attitudes of respondents to a few typical questions that determine the culture of roles. Attitude In my company (institution) task gives the one that is determined by dividing the work to give the tasks was chosen by 85.4% of those who work in private enterprises (Companies 2) and 78.6% of those who work in public enterprises (Companies 1), which clearly indicates the culture of roles. To the question: Job in my company (institution) is carried out for: compliance with work commitments and loyalty to the company, the average response of both types of companies is 87.4%, which points to the culture of roles. Confirmation of the position: The purpose of the competition in my company is to achieve advancement in the company was chosen by 75.3% of respondents, which again represents the culture of roles. Respondents were offered a proposition: Conflicts in my company (institution) are prevented by the prescribed rules and procedures. With these allegations agrees 74.7% of respondents, which suggests that in the focus of the respondents is the culture of roles.
In comparison of companies / institutions, taking into account the most common types of the organizational cultures in the Republic of Srpska and Serbia, it is clearly shown that the situation in companies engaged in finance (banks) are quite similar, except that, somewhat unexpectedly in public companies in the Republic of Srpska, unlike the public companies in Serbia, is pervasive the culture of task, which is for employed considered to be one of the most desirable types of the organizational culture.
The results and in the other companies, included in the survey in both countries, by comparing the ownership structure, with negligible difference, are mostly very similar. What is significant is certainly the fact that a strong organizational culture is a representation of the companies in our region and certainly impacts the business productivity. Each of the previously mentioned types of culture, has its advantages and disadvantages, and it is necessary to achieve a balance or adjust to the organization and the type of culture which is in it present.
What is significant, however is the need to top managers, owners, managers, in a word, all the heads to point to the significance of formation and development of the correct type of culture which affects organizational climate through which is formed the working atmosphere because satisfied employee is the key to success and prosperity of institution / company.
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Discussion of research results
Analysis of the survey results show that the first hypothesis (Appropriate type of the organizational culture influences better productivity and more efficient business operations) is partially confirmed due to the fact that in the case of public companies in the Republic of Srpska, although it is represented by a type of the organizational culture that is theoretically almost ideal, business success is not at a high level, while the institution of private ownership structure, in both countries, regardless of the type of the organizational culture, can boast with good business.
Looking at the impact of the national culture in the formation of the organizational (which is also our second hypothesis) in institutions / enterprises in Serbia and Republic of Srpska, we found out that this influence is certainly present, with which this theory is confirmed. Especially given the fact that both countries have relatively recently gone through the transition process (some authors claim that this process is still ongoing), and we have already mentioned the statements of some authors 25 which feel that the character of the organizational culture is highly influenced by the values which are formed as a consequence of the influences of national culture, both at the individual, and the level of the organization. In addition, common political agendas, power and mobility of transnational capital and the impact on the individual national system, are a comprehensive evidence that social systems fundamentally converge in terms of the functioning of the regulatory system and the functioning of the organization. National differences are important in determining the factors affecting the way of work of the organizations, that is enterprises.
The results of processing the questionnaire indicate that the third hypothesis which argues that organizational culture influences the mutual relations of staff is also confirmed because looking at the total sample (in Serbia and Republic of Srpska) we see that respondents tend to constructive conflict resolution, joint overcoming of the problems, teamwork in solving tasks, equitable distribution of duties and the like, regardless of what type of organizational culture is in question, which means that its existence and strong influence is certainly present in companies / institutions that are subject to certification.
The thesis that the value of the organizational culture among employees depends on the salary scale has not been confirmed. In support of these results goes and the explanation of the previous argument, and the fact that the 54 Sociological discourse, year 6, number 12 / December 2016 35-57 values which represent the existence of the organizational culture are also present in the public enterprises whose employees can not brag with high income financial benefits. When analyzing the understanding of the phenomenon of the organizational culture, and determination of the same types in various enterprises / institutions, as well as in the measurement of the organizational climate, we have found that among employed, represented in the sample, in Serbia and Republic Srpska there is nearly equal representation of the value of the organizational culture. In accordance with this knowledge, the fifth hypothesis (the extent of the organizational culture is higher in Serbia than in the Republic of Srpska) has not been confirmed.
Regardless of the results of this research which show a high level of work ethics among employees, which is not always necessarily conditioned by the appropriate type of the organizational culture ie. those that employees strive to, their requirements and recommendations should be taken into account. The workers are the most important element of an institution / company and their job satisfaction, work atmosphere and all the indicators of the organizational culture of a company largely affects productivity and business success.
Conclusion
Organizational culture is of a great importance in achieving the successful business and enterprise productivity. Change and the adjustment that means selection of the appropriate type of the organizational culture are necessary. Market, both on the local and global level requires increasing of the innovation, speed and flexibility. Market demands, together with the new technological developments lead to a turbulent business environment which sets completely new standards of business success.
It is important to emphasize that in such a turbulent environment concept of dynamic capabilities is rapidly evolving. Due to this concept the priority is placed on the ability of members of the organization to integrate, operate, and improve their skills so that they correspond to the turbulent external environment. In these circumstances there are significant changes in the structure of the organization's resources. Emphasis is placed on the intellectual resources of the organization, but today's conditions require quality and performance and all other resources. To achieve the goals of the organization, employees should have a high level of knowledge, and in this sense, an effective combi- 
